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ABSTRACT 
The purpose of the study was to establish the effects of business ethics on employee’s 
performance. This study was based at Greenlands Agro producers Limited, Nairobi. The 
objective of the study was to determine the effect of legal responsibilities, organizational 
loyalties, technical morality and personal responsibilities on employees’ performance in 
agricultural firms in Kenya. In literature review, the study adopted theories comprising of 
virtue ethical theory, social learning theory and finally the social exchange theory.  In the 
methodology, the study adopted descriptive research design. The study targeted 48 
respondents. There was no sampling; instead, the study adopted census design.   The data 
was collected by use of questionnaires which was administered to respondents. The data 
was then analyzed by use of percentages and frequency tables. Then the data was 
presented in tabular and graphical format. The study addressed the need for an 
organization where people would be treated equally and a situation where every action is 
judged on a consistent and fair basis.  It aims at providing available knowledge on how to 
initiate and develop appropriate ways of practicing business ethics. The summarized 
findings were drawn from the study that sought to establish the effect that legal 
responsibility as part of business ethics had on employee performance. From the findings, 
it was established that majority of respondents were in support that the company had to 
familiarize with external issues governing the industry it operates within. The study 
recommends that the management of Greenlands Agro Producers Limited had a 
responsibility to ensure that all legal regulations were observed and fully adhered to. 
Being agricultural firm, it was expected that more efforts were required to ensure that 
regulations that entailed proper environmental practices are fully followed. The study 
recommends that management has a responsibility to communicate to employees and 
enforce some moral sense in order to encourage proper business ethics. Adequate effort 
should be channeled towards encouraging employees to follow rules and regulations that 
govern operations within the organization. 
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OPERATIONAL DEFINITION OF TERMS 
Business Ethics  :It is concerned with the study of business situations, 
activities, and making pertinent decisions where issues of 
right and wrong are addressed. 
Economic Responsibilities  :This refer to a business's focus on producing goods and 
services for consumers. 
Ethical Behavior  :It is acting in ways that are consistent with one’ personal 
values and the commonly held values of the organization 
and society. 
Legal Responsibility :It is a term used to describe a code of conduct governing 
proper professional behavior, which establishes the nature 
of obligations owed to individuals and to society. 
Personal Ethics  :It is the moral guidelines the individual follows in day-to-
day living. Each individual has his own set of ethics as 
defined by their parents, upbringing and personal beliefs. 
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CHAPTER ONE 
INTRODUCTION TO THE STUDY 
1.0 Introduction  
This chapter systematically outlines the background of the study, statement of the 
problem, objective of the study,  research questions, significance of the study, the scope 
of the study and chapter summary. 
 
1.1 Background of the Study 
Moral conduct is acting in ways that are steady with one' individual esteems and the 
generally held estimations of the association and society. Unscrupulous conduct by 
representatives can influence people, work groups, and even the association (Krolick, 
2010). As indicated by Abara (2014), there is no pick up saying, that numerous advanced 
associations are today looked with various difficulties, for example, unlawful and 
deceptive business hones in various business exchanges. Most associations have 
concocted codes of morals in managing moral issues testing them. Carrying on in a moral 
way is viewed as a component of the social obligation of association, which itself relies 
upon the logic that associations should affect on the general public.  
 
Nielsen (2012) expressed that the business morals basically manages how choices 
influence other individuals and association. One of the extraordinary highlights of most 
perceived exchanges and employments including the very controlled bookkeeping calling 
is the presence of code of morals which are the signs of worldwide prescribed 
procedures. The general public assesses the execution of experts on the premise of both 
good and specialized codes. Jansen and Glinow (2010) says while the inalienable dangers 
in the commercial center, the potential for business disappointment, or the likelihood of 
human oversights cannot be completely disposed of, the guideline of expert morals 
requires proficient staff to act truly, and as per material expert gauges. 
 
1.1.1 Concept of Business Ethics 
Business ethics is worried about the investigation of business circumstances, exercises, 
and settling on various choices where issues of good and bad are attended to. It is 
frequently in light of good and social esteems which constitute social standards for 
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working together (Gellerman, 2012). Brenner (2010) sees Business ethics as a 
demonstration of tending to the ethical quality of financial framework (the free market, 
socialism, communism) and the direct of the associations found inside these frameworks. 
Brenner (2010) additionally kept up that Business ethics inspected moral standards and 
good issues that can emerge in a business domain. Cooke (2011) fights that morals rotate 
around standardizing conduct of people, its worry incorporates the idea of extreme 
esteem and the measures by which human activities can be judged "good and bad".  
 
Harrington (2012) considers Business ethics as a code of good standards and qualities 
that immediate conduct of an individual or a gathering as far as what is correct or off-
base. These are built up principles used to judge the rightness or unsoundness of a 
business with respect to others. Bucholz (2013) stated  that business ethics includes how 
business associations consolidate center esteems, for example, being straightforward, 
confide in, regard and reasonableness into its strategies, practices and basic leadership. It 
is in the light of the previously mentioned that Nielsen (2012) noticed that a few 
components must be considered when incorporating morals to business. They are: to 
survive business association must acquire a benefit, if benefits are acknowledged through 
exploitative conduct then that could result to an awful corporate picture to the 
association. 
 
1.1.2 Business Ethics and Employees’ Performance 
Worldwide organizations have recognized the significance of ethics and in the previous 
years, have advanced a few examinations and reports intending to make mindfulness on 
moral conduct and propose rules for better practices (Carroll, 2011). As indicated by 
Bass, Tim and Gene (2015), the European Commission distributed in 2012, the 
exceptional Eurobarometer 374, on the apparent defilement in the part conditions of the 
European Union (EU). This investigation presumed that the greater part of Europeans 
trust that debasement is a difficult issue in their nation, and that it has expanded in the 
most recent years. It likewise expresses that the greater part of Europeans consider that 
there is defilement both at open and private levels. Beforehand, in 2011, the EU Anti-
Corruption Report was set up to occasionally evaluate the endeavors completed by the 
EU to battle and anticipate defilement in their part states. Around the same time the EU 
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had likewise endeavored extra endeavors, in welcoming organizations to receive global 
corporate social responsibility (CSR) Guidelines.  
 
Behraman and William (2012) examined measuring the Performance of Industrial 
Salespeople. In an overview of more than 4,000 employees directed by the Washington, 
D.C. – based ethics asset focus, 33% of the workers said that they had seen moral 
unfortunate behavior in the previous year. Ethics and moral conduct go as one. Formally 
characterized, moral conduct alludes to what is ethically acknowledged as 'great and 
appropriate' rather than 'terrible and wrong' in a specific circumstance. It is along these 
lines the rule identifying with what is good and bad. Researchers have identified some 
fundamental components of moral conduct as respects hierarchical concerns. These basic 
components as per Hegarty and Sims (2014) incorporate Integrity; Accountability; Code 
of ethics/moral projects; moral basic leadership and moral condition.  
 
Regionally, numerous African Nations are looked with the emergency that is making the 
focused quality of the business association all the more difficult. This emergency 
includes individuals in business, client, and at the pinnacle of untrustworthy conduct and 
particularly more troubling is the unscrupulous conduct among employees at all level of 
the association. For instance, an examination by Vitell and Festervand (2015) in Zambia, 
found that employees robbery ranges from taking organization's item to utilizing 
organization's administration without approval, for example, making individual long 
separation calls at work (accordingly "taking" both the call and their profitable time 
(Trevino, 2011). Others then again fashion checks and confer other sort of extortion. 
There is an incredible worry of the nature of moral direct in a wide range of association 
everywhere throughout the world in which Zambia is no exception.  
 
By and by, it is in fact no news about the poor state of mind of Nigerian specialists to 
work. Abara (2014) in his comment, made at the quarterly lunch get-together of the 
organization of faculty administration of Nigeria, Lagos branch in August 2009, repeats 
state of mind of the Nigerian specialist to work. It was noticed the regularly 
communicated see that Nigerians by and large have a poor demeanor to work, as most 
other general proclamations. Likewise, Oseyomon (2014) once watched that it is had 
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faith in Nigeria that individuals have poor mentality to work or don't prefer to work, 
which result in the low profitability in a few organizations. This is established in the 
McGregor hypothesis X approach. At the point when individuals are compelled to do 
things like Nigerians encounter amid military period, individuals tend to put in their best 
and along these lines carry on well.  
 
In Kenya, there are sure occurrences when an employee does not stick to the standards, 
tenets and working environment ethics of the firm for which he/she works. In any case, 
no worker is relied upon to be so uninformed as to demonstrate major issues of offense 
that are extended over a drawn out stretch of time, making misfortune the organization. 
This is the place the part of human asset administration is vital, as somebody needs to 
caution the worker before he makes an issue for his partners and associates. A notice 
letter determines the correct reason for notice and is by implication a flag for the 
employee, that on the off chance that he/she doesn't revise his/her ways, the organization 
was constrained to fire his/her work (Oloo and Ngugi, 2015).  
 
The Kenyan organizations where various individuals cooperate, it is very likely that 
organization rules get broken deliberately or unexpectedly. A solitary occurrence of 
infringement, under certified and all around supported conditions may be excused. 
Rehashed occasions of infringement may urge the organization administration to make 
strict move against a employee as suspension, end of occupation and punishment 
(Mwamburi, 2012). Hegarty and Sims (2014) found that organizations may specifically 
make such firm move, or issue a notice letter to the worker to give the employee another 
opportunity if there should be an occurrence of an embarrassment. The vast majority of 
these outrages are because of the weakening moral practices of the managers of 
organizations who entertain themselves into a few sorts of misbehaviors. There is along 
these lines an authentic request that requires fortifying ethics, respectability, 
straightforwardness, responsibility and demonstrable skill, with a specific end goal to 
secure assets and upgrade association's execution. 
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1.1.3 Greenlands Agro Producers Limited 
Greenlands Agro producers Limited is a firm that has specialized in production of 
agricultural products mainly fruits and vegetables for export. Its headquarters offices are 
in Nairobi at the Jomo Kenyatta International Airport and has undergone metamorphosis 
over the years since its conception 15 years ago. This has lead to formation of 
subsidiaries outlets with the same name at Kimau in the Mount Kenya Region, Kinangop 
and Limuru.  
 
 
It has several departments such as production, finance, human resource, customer care, 
marketing, research and administration. The overall head of the institution is the 
chairman of the board of directors followed by manager then head of department and 
finally workers (subordinate staff).  
 
The success of the business depends on how all these departments deliver their services 
effectively and efficiently. This can only be achieved when business ethics are adhered 
to. The most prominently cited obstacle to managing ethically is when there is conflict 
between employee’s own or their profession’s ethical code and the ethics of their 
organization or their immediate superiors, employees may have to choose between 
remaining silent or speaking out and facing the consequences of being seen as disloyal 
(Zenedu & Aisha, 2012). 
 
1.2 Statement of the Problem 
Ethics are very important in an organization. Business ethics take into consideration 
responsibilities not just inside the workplace, but also within the environmental, cultural, 
and social structures of communities. They also deal with accountability issues involved 
in scientific research, consumer protections, and the overall structure of any business or 
corporation (Valarie and Dennis, 2014). However, modern organizations are faced with 
numerous challenges such as illegal and unethical practices in a number of business 
transactions. Stead, Worrell and Stead (2013) stated that managers are also faced with the 
challenge of evaluating the effect of these critical practices on the performance of such 
organizations. Again, many business managers operate their activities today, without 
keen interest of bothering whether their actions are right or wrong and the extent of 
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employees understanding of the term ethics while the level of compliance is highly slow. 
 
Today, African Nations are faced with the crisis that is making the competitive strength 
of the business organization more challenging. This crisis involves people in business, 
customer, and at the peak of unethical practices and especially more worrisome is the 
unethical accounting practices among employees at all level of the organization. For 
example, a study by Oseyomon (2014) on ethics and Biases in Technology Adoption      
found that employee’s theft ranges from stealing company’s product to using company’s 
service without authorization, such as making personal long distance calls at work 
(thereby “stealing” both the call and their productive time, while others on the other hand 
forge checks and commit other type of fraud.  Studies by Zenedu and Aisha (2012) on the 
the accountability and loyalty  found that executives, administrators and social scientists 
see unethical accounting behavior as a cancer working on the fabric of society in too 
many of today’s organization and beyond. Locally, Agha (2010) observed the 
proliferation of well publicized examples of dishonesty, hypocrisy, cheating and greed in 
many organizations which have created some alarm on the state of ethical management 
practices. This is outrageous behaviour hence unethical. The unethical behaviour 
prevalence in most financial institutions affects corporate performance of the commercial 
banks in Kenya. 
 
Despite studies done on ethics practices, limited or no specific study has been done on 
business ethics covering agricultural firms resulting to a research gap. This gap arises 
because Greenlands Agroproducers Limited has experienced cases of complaints from 
customers and lack of accountability among its workforce. Such situations give rise to 
inefficiency, ineffectiveness or dysfunctional consequences to an organization. It is in 
this respect that this research investigated the effects of business ethics on employees’ 
performance in agricultural firms in Kenya on a case of Greenlands Agro Producers 
Limited. 
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1.3 Objectives of the Study 
1.3.1 General Objectives 
The main objective of the study was to carry out an assessment of the effects of business 
ethics on employees’ performance in agricultural firms in Kenya. 
 
1.3.2 Specific Objectives 
The following objectives guided the study 
i. To determine the effect of legal responsibilities on employees’ performance in 
agricultural firms in Kenya. 
ii. To assess the effect of corporate accountability on employees’ performance in 
agricultural firms in Kenya. 
iii. To examine the effect of technical morality on employees’ performance in 
agricultural firms in Kenya. 
iv. To establish the effect of personal responsibilities on employees’ performance in 
agricultural firms in Kenya. 
 
1.4 Research Questions 
This study sought to answer the following questions; 
i. How does legal responsibilities affect employees’ performance in agricultural 
firms in Kenya? 
ii. To what extent does corporate accountability affect employees’ performance in 
agricultural firms in Kenya? 
iii. To what extent does technical morality affect employees’ performance in 
agricultural firms in Kenya? 
iv. How does personal responsibilities affect employees’ performance in agricultural 
firms in Kenya? 
 
1.5 Significance of the Study. 
1.5.1 The Senior Management of Greenlands Agro Producers Limited 
The study seeks to help the management of this organization to know and apprehend 
ways of cultivating business ethics in employees and assess its effects on their 
performance.  The study aims at providing available knowledge on how to initiate and 
develop appropriate ways of enforcing ethical values to the organization’s workforce on 
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and implementing them. The study will also address the need for an organization where 
people are treated equally and situation where every action is judged on a consistent and 
fair basis.  
 
1.5.2 Other Agricultural Firms 
The completion of this study will be useful to other agricultural firms. Considering that 
this study will collect information from different respondents, their opinion will be 
significant towards understanding the relevancy of practicing proper business ethics. 
Their participation will help such firms to formulate ways that will be considered useful 
in addressing matters related to business ethics. 
 
1.5.3 Other Researchers 
This research study will be of great use for future studies as point of references by other 
independent researchers, government and other co-sponsored researchers. It will give an 
insight of what has been done and recommend gaps for further studies which need to be 
looked into. 
 
1.6 Scope of the Study 
The purpose of the study was based on evaluating the effects of business ethics on 
employees’ performance in agricultural firms in Kenya on a case of Greenlands Agro 
Producers. This study targeted staff working in this organization. The study was 
conducted for a period of three months from August 2017 to October 2017. 
 
1.7 Chapter Summary 
The study constitutes the first chapter covering the background of the study, the problem 
statement, specific and general objectives of the study, the research questions, the 
importance of the study, the scope and the chapter summary. The background of the 
study majored on examining the effects of business ethics on employees’ performance in 
agricultural firms in Kenya on a case of Greenlands Agro Producers. The study’s major 
focus was on the effect of legal responsibilities, organizational loyalties, effect of 
technical morality and personal responsibilities on employees’ performance in 
agricultural firms in Kenya. 
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CHAPTER TWO 
LITERATURE REVIEW 
2.0 Introduction  
This chapter focuses on the theoretical review, empirical review of literature, the research 
gap, the conceptual framework and operational framework. 
 
2.1 Theoretical Review 
This research study addresses the following theories considered relevant in this research 
exercise. The theories comprises of virtue ethical theory, social learning theory and 
finally the social exchange theory. 
 
2.1.1 Virtue Ethical Theory  
The virtue ethical hypothesis was produced by Aristotle 1958. Temperance Ethical 
Theory judges a man by his/her character as opposed to by an activity that may go astray 
from his/her ordinary conduct. It takes the individual's ethics, notoriety, and inspiration 
into account when rating a strange and unpredictable conduct that is viewed as deceptive 
(Crampton and Mishra, 2009).  
 
Crampton and Mishra (2009) showed that the circumstances when people end up in a 
basic leadership circumstance when ethics are in play, there are an assortment of moral 
hypotheses (choice standards) which give basic leadership direction as people endeavor 
to make morally redress answers. Each moral hypothesis endeavors to cling to the moral 
rule that prompt achievement when attempting to achieve the best choice. Most people 
receive a favored basic leadership style, yet may modify it relying upon choice 
conditions. As chiefs, they soon find that others have embraced distinctive choice 
guidelines. Along these lines, a group of chiefs should first comprehend the basic 
leadership styles and choice standards of all individuals from the group.  
 
One shortcoming of goodness moral hypothesis is that it doesn't think about a man's 
adjustment in moral character. For instance, a researcher who may have committed errors 
in the past may genuinely have an indistinguishable late night story from the researcher 
on favorable terms. Neither of these researchers deliberately copied, however the 
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demonstration was as yet dedicated. Then again, a scientist may have a sudden change 
from good to shameless character may go unnoticed until a lot of proof mounts up against 
casualty (Frayer, 2012).  
 
Connected in business organizations where managers need to make a decent situation for 
representatives to work in, by this it implies where one can develop the ethics. Equity is 
the ethical temperance’s and one of the methods by which this can be accomplished is 
shriek blowing consequently the reasons why the shriek blowing is viewed as an ethical 
activity on excellence ethics. 
 
2.1.2 Social Learning Theory 
Social learning hypothesis was progressed by Bandura (1977) and recommends that 
pioneers impact their representatives through the displaying of procedures that include 
the change of  qualities, states of mind, and moral practices. This influences the 
representatives to take in more on what to do to and furthermore what not to do, through 
watching their pioneers direct and its results. In this way, moral pioneers are presumably 
going to be models by perfection of their consigned part, their status and achievement in 
the association, and their vitality to impact the aftereffects of representatives (O'Brien, 
2011).  
By the by, O'Brien, (2011) additionally clarifies that pioneers who participate in 
dishonest or deceptive practices in affiliation make a setting supporting parallel 
abnormality, which prompt representatives watching and mirror the wrong direct from 
the pioneer. For viable moral administration specialists can in like manner make sense of 
how to be moral by watching pioneers who defend doing what is right, especially if the 
pioneers are compelling in doing moral direct.  
 
Grove (2012) focused on that social learning recommendation in affiliations like instruct 
sends competent banners about the estimation of legitimate guidelines and pioneers' 
capacity to stay behind them. This recommends agents who are practicing the best thing 
envision that shocking conduct was repelled mercilessly, and they are baffled if it is 
definitely not.  
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The social learning hypothesis contends that pioneers have expert of vitality to 
compensate and rebuke. This makes agents to give watchful thought and duplicate 
pioneers' direct, and they will do what is compensated and swear off doing what is 
repelled in the affiliation. Along these lines, prizes and teaches should not be prompt but 
instead also can be adjusted vicariously by observing how others in the affiliation are 
compensated and controlled (Bower, 2012).  
 
This is pertinent in this examination in the way that social learning hypothesis bolster that 
pioneers require moral business direct of workers in association. This joins administrative 
desire to give a proper instance of what is in store in moral exercises in order to have 
others fathom what this will look like. A pioneer need to give an instance of what they 
have to see will upgrade the start of good practices for alternate directors and workers to 
imitate so as to have moral practices. 
 
2.1.3 Social Exchange Theory 
Social trade hypothesis was progressed by Emerson and Ekeh, (1974) and suggests that 
laborers react pioneers' moral lead towards them with their own specific facilitated 
rehearses on basic correspondence. This suggests social exchange theory is fit for giving 
learning regarding how moral pioneers impact progressive outcomes. In like manner, 
Social exchange associations among pioneers and delegates make joint efforts, which are 
enlivened by the regular points of interest got from the theory. moral specialist, since it 
requires a great deal of trust regarding exchanging parties which moral pioneers need to 
practice (Brown and Mitchell, 2010).  
 
As per social trade hypothesis, as individuals collaborate after some time, they experience 
the need to react the help and help of the other individual, a term implied earlier by 
Ferrall, Fraedrich and Ferrell (2008) as correspondence. For example, if one individual 
helps a buddy, this friend will experience a pledge to react in the end, offering a kind of 
assistance that is proportionate in estimate. If this standard of correspondence is fulfilled, 
a trusting and steadfast relationship progresses.  
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Social exchange hypothesis suggests that agents who are in a first class relationship tend 
to be more feasible experts (Vitell and Festervand, 2015). This technique can be cleared 
up by an inside rule of social exchange theory called the standard of correspondence, 
which suggests that individuals who are managed emphatically by others feel a sentiment 
sense of duty regarding respond strongly or return extraordinary treatment somehow. As 
showed by Abara (2014), will needing to feel that their dedication and work execution 
are being seen and just the likelihood of affirmation for the occupation execution and the 
unimportant exhibit of expressing profound gratitude to the laborer will achieve an 
assessment satisfaction and subsequently help agent feel invaluable and have better 
outcomes. In any case, in situations where acknowledgment does not similar with their 
information, workers were probably going to take part in dishonest practices. 
 
2.2 Empirical Review 
The following constitutes the studies advanced by different scholars on aspects of ethical 
practices. 
2.2.1 Legal Responsibility and Employees’ Performance 
Legal ethics is a term used to portray a set of principles representing appropriate 
proficient conduct, which builds up the idea of commitments owed to people and to 
society. With a specific end goal to keep up a permit to specialize in legal matters. So as 
to stay believable in people in general's eye, it is basic that organizations keep great good 
ground. Inspecting the entanglements of associations, for example, Hollinger 
International (HII) that has been examined for participating in lawful, social and morally 
unsound practices can set associations on the correct way (Carroll, 2011).  
 
Bass et al. (2015), it was noticed that all organizations are liable to legal obligations and 
are required to take after the law, which affect associations arranging process. Keeping in 
mind the end goal to work soundly, an organization must acquaint itself with outside 
components that oversee the business that the organization works inside. A lawful issue 
displayed in the HII case spun around Black's breeching of guardian and legally binding 
obligations by "redirecting to another organization an important open door that 
appropriately had a place with the partnership Black and his partners had gotten a lot of 
their evil gotten picks up from "purported non rivalry installments related.  
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Administrators at all levels are held to an elevated expectation of moral conduct. 
Consistently, these people settle on key choices that influence the organizations for which 
they work, its investors, and every single other partner included, including society 
overall. As a supervisor, it is fundamental to comprehend and hold fast to the moral and 
lawful commitments of the position so as to meet the desires of all partners, and to set a 
case of such conduct for others (Nielsen, 2012).  
 
In 2012, directors at all levels from organizations, for example, Enron, Tyco and 
WorldCom occupied with morally dishonorable, untrustworthy conduct, for example, 
trick, securities misrepresentation, insider exchanging, putting forth false expressions, 
and bookkeeping extortion, and were thusly rebuffed through different common and 
criminal judgments. Workers, speculators, loan bosses, and investors all requested that 
move be made through courtrooms, which is what happened. Some previous 
administration from these now-outdated organizations stay in jail, serving up to almost 25 
years in jail (Harrington, 2012).  
 
It was accounted for that keeping in mind the end goal to exchange HII corporate 
resources, Black and his partners "neglected to unveil material data in required filings 
with the SEC, that they "misrepresented corporate books and records" and "neglected to 
precisely reflect exchanges". Securities enactment requires the revelation of certain 
recommended data concerning the business and undertakings of open organizations. This 
incorporates occasional money related explanations, insider exchanging reports, a yearly 
data frame (AIF), public statements and material change reports (Cooke, 2011).  
 
Both in the United States and the world, there is a hidden doubt and incredulity of 
business establishments. An apparently unending event of ethics outrages and corporate 
misbehavior has brought about outdated organizations, trillions of dollars in lost riches, a 
reeling national and worldwide economy, and governments that are scrambling to give 
some similarity of an answer with expectations of shielding its subjects from such 
harming occasions later on (Hegarty and Sims, 2014). 
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2.2.2 Corporate Accountability and Employees’ Performance 
Corporate responsibility and responsibility spreads into territories of morals, legalities, 
and controls. It likewise affects the economy and the earth. Monetary duties allude to a 
business' attention on giving administrations to the end clients. While each business 
needs to make a benefit, such benefits ought to be made by following essential guidelines 
of society, which incorporate moral and lawful contemplations as expressed by 
(Schneider and Reitsch, 2015).  
 
Agha (2010) demonstrated that organizations and partnerships must work inside 
government, state, and neighborhood controls and rules. All things considered, moral 
duties might be exemplified through implicit rules, social liberties, and social and worthy 
principles in numerous regions. Many organizations endeavor to go past legitimate 
necessities. Organizations that take care to guarantee laborers are protected, treated with 
nobility and regard, and offered sensible work hours and wages are thought to be morally 
dependable.  
 
It is regularly a test to adjust the money related requests of investors and the need to 
upgrade benefits, with the prosperity of workers and nature. For instance, many 
medication or concoction organizations that create pesticides or pharmaceuticals may 
find that the result can be contamination, harm the encompassing condition, or present 
potential risk to workers and even occupants. Finding a center ground in such 
circumstances isn't simple, and sadly, as a general rule, organizations have been 
substantially more worried about the money related primary concern than with the 
wellbeing or strength of individuals or the earth (Zenedu and Aisha, 2012).  
 
Zenedu and (2012) additionally clarifies that organizations that get engaged with 
advancing human welfare or generosity are thought to be humanitarian in nature. Those 
that give cash, and additionally time, preparing, and aptitude - particularly in the domain 
of wellbeing and medication - are a phenomenal case of a business that considers its 
social obligation important. Inside the United States, the well off are relied upon to help 
those less lucky, and that goes for companies, as well. Organizations that give to 
philanthropies, take an interest in neighborhood administrations, or generally bolster the 
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group are frequently respected and turned upward to. One of the biggest establishments in 
United States history was made by Microsoft originator Bill Gates. In the case of tending 
to AIDS or malignancy research or anything in the middle of, enterprises that offer back 
to the group are considered socially mindful.  
 
For whatever length of time that a partnership seems to think about its workers and the 
earth, the overall population is typically more than willing to think of them as socially 
capable, which remunerates the enterprise with higher stock esteems, more joyful 
representatives, and obviously, a superior notoriety. Organizations hugy affect their 
encompassing groups and situations. One of the courses in which an organization 
influences any group is through its way to deal with their encompassing condition (Oloo 
and Ngugi, 2015). 
 
2.2.3 Technical Morality and Employees’ Performance 
Monitoring the activities of workers makes an open deliberation about whether a 
representative ought to have the privilege to security. Be that as it may, worker 
monitoring likewise raises moral inquiries. Gellerman (2012) clarifies that a portion of 
the moral issues include representatives downloading explicit entertainment, putting 
individual site pages on organization possessed machines, or showing hostile pictures on 
PC screens. Thicket (2012) noticed that representatives have invested hours of their 
workday playing diversions on their PCs, sending individual email, or betting. Two 
substantial issues are day exchanging and shopping on the web. The moral issues that a 
business takes a gander at may vary from what a representative considers moral.  
In the event that an entrepreneur does nothing to stop these counter-beneficial exercises, 
at that point it isn't likely the proprietor could remain in business. Working environment 
observing can be helpful for an association to get profitability and effectiveness from its 
representatives. The hugeness of potential efficiency loses, as detailed by Court (2014), is 
roughly one million dollars every year for an organization with 500 representatives 
surfing the Internet for only a half hour daily. Utilizing these realities, if a worker burns 
through two hours for every day on the Internet, and the association has 500 unmonitored 
representatives, the yearly misfortune could be about $4 million (Trevino, 2011).  
16 
 
Hegarty and Sims (2014) found that while PCs are regularly basic work apparatuses, 
giving representatives open, unmonitored, PC get to makes profitability and productivity 
endure. There must be a harmony between securing the organization's data resources 
without going over board to the point where representatives feel estranged. Instruction 
and correspondence are the best devices to achieve this adjust.  
Behraman and William (2012) proposes that teach specialists to tell them what 
Monitoring is, the thing that it will screen, and pass on the message that this observing 
isn't because of absence of trust, yet is being utilized to ensure the organization. The 
fundamental disengage between the association and the workers elucidation is poor 
correspondence or preparing. Attorneys by and large prompt that restricted for 
organizations to maintain a strategic distance from obligation for observing workers' 
online exercises is to find a way to take out any sensible desire of protection that 
representatives may have concerning their utilization of organization email and different 
correspondences frameworks.  
Jansen and Glinow (2010) keeps on saying worker's parties and other support bunches 
have griped exceedingly about electronic monitoring– charging that it attacks 
representatives' protection, causes business related anxiety, and low assurance, and 
bosses can utilize it unreasonably. It is conceivable that representatives will feel like their 
managers are treating them unreasonably - bringing about the workers taking less 
activity, and maybe do just the absolute minimum just to keep their activity. Hence, from 
a worker position, working environment Monitoring could be inconvenient to 
profitability and proficiency.  
Worker email utilize makes other working environment security issues. As examined by 
Schneider and Reitsch (2015), despite the fact that email is pervasive, and makes 
representatives more effective, it sticks around on workstation and system server hard 
drives – abandoning proof of all worker correspondences. McEvoy additionally expresses 
that businesses ought to encourage representatives to think genuinely before tapping the 
send catch with work-mail. One awful joke about an administrator, or an obscene joke or 
picture, can make issues in the working environment.  
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Schneider and Reitsch (2015) noticed that regardless of the possibility that a 
representative considers, he or she erased an email message somebody may recover it 
later since associations spare all email on a system server. As per a 2008 article by 
Tangent Inc, an association performs around 90% of the day's business correspondences 
by means of email or by method for unsecured texts (Alexi, 2008). Interchanges, 
including unstructured information, can obstruct an associations organize transmission 
capacity and take-up awesome measures of storage room. The volume of messages and 
comparable information shapes in many organizations twofold every 12 to year and a 
half. 
 
2.2.4 Personal Responsibilities and Employees’ Performance 
Individual morals are the ethical rules the individual follows in everyday living. Every 
individual has his own particular arrangement of morals as characterized by their folks, 
childhood and individual convictions. These morals influence conduct in the working 
environment. Morals and moral obligation are a critical piece of the work environment. 
Most vocations require men and ladies to take after set arrangements or gauges inside the 
business or occupation setting. These approaches set by the business are the morals of the 
work gathering, for example, an organization or government. Workers are by and large 
considered by and by in charge of following the rules put forward in the morals 
approaches (Bateman and Snell, 2012).  
 
Virtanen (2014) noticed that an irreconcilable situation exists when a man's private 
intrigue meddles in any capacity with the interests of the Company. A contention 
circumstance can emerge when a worker takes activities or has interests that may make it 
hard to play out his or her Company work impartially and adequately. Irreconcilable 
situations additionally emerge when a worker or an individual from his or her family, 
gets dishonorable individual advantages (counting individual advances, administrations 
or installment for administrations that the individual is performing over the span of 
Company business) because of his or her position in the association.  
 
It is anything but difficult to accuse business pioneers for corporate transgressions. Yet, 
when should moral obligation begin? In the 2008 Junior Achievement/Delotte Teen 
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Ethics Survey, 79% of teenagers overviewed said they felt arranged to settle on moral 
choices when they enter the workforce. Be that as it may, 38 percent said it is once in a 
while important to cheat, take, lie or carry on savagely to succeed. These outcomes would 
influence anybody to think about whether, as grown-ups, these understudies will settle on 
the correct choices when they confront moral difficulties at work (Boritz and Robinson, 
2014).  
 
Bhatt (2010), organization or additions individual improvement through access to 
classified data. Irreconcilable situations can emerge in numerous normal circumstances, 
regardless of one's earnest attempts to maintain a strategic distance from them. Workers 
are urged to look for elucidation of, and talk about inquiries regarding, potential 
irreconcilable situations with somebody in the Company's Legal Department. Any worker 
who winds up noticeably mindful of a contention or potential clash ought to convey it to 
the consideration of a boss, supervisor or other suitable people inside the Company  
 
The Company is focused on giving a workplace that esteems decent variety among its 
representatives. Every human asset strategies and exercises of the Company mean to 
make a conscious working environment in which each individual has the motivating force 
and chance to achieve his or her most astounding potential. It is solidly dedicated to 
giving equivalent business chances to all people and won't endure any unlawful 
separation or badgering of any sort. Illustrations incorporate injurious remarks in view of 
age, race, sex or ethnic attributes and unwelcome lewd gestures or remarks (Bezek and 
Britton, 2011).  
 
Duermyer and Randy (2011) clarifies that this arrangement applies to the two candidates 
and representatives and in all periods of work, including enlisting, contracting, situation, 
preparing and advancement, exchange, advancement, downgrade, execution surveys, pay 
and advantages, and partition from business. All levels of supervision are in charge of 
observing and consenting to the Company's strategies and methodology for taking care of 
worker grievances concerning badgering or different types of unlawful segregation. Since 
work related laws are mind boggling and change from state to state and nation to nation, 
administrators ought to get the guidance of somebody in the Company's Legal 
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Department ahead of time at whatever point there is any uncertainty with regards to the 
legitimateness of any proposed activity or inaction. 
 
2.2.5 Business Ethics and Employee Performance  
Numerous associations have a dream explanation. In spite of the fact that relatively few 
organizations have an esteem proclamation that would decide worker conduct. In this 
way, powerlessness to incorporate the estimations of the organization and hard working 
attitudes in the vision articulation, or to implementing the consistence, may result to 
various host of issues, for example, lost incomes and corporate disappointments.  
 
Regard for morals in the working environment enables representatives to confront reality, 
both great and terrible in the association and themselves. Representatives feel full 
certainty they can concede and manage whatever comes their direction. Bennett, in his 
article "Dishonest Behavior, Stress Appear Linked" (Wall Street Journal, April 11, 2011), 
clarified that a counseling organization tried a scope of officials and directors. Their most 
striking finding: the all the more candidly solid officials, as measured on a battery of 
tests, the more probable they were to score high on morals tests.  
 
There are disciplinary activities for unscrupulous conduct. Along these lines, if any 
association resorts to any negligence or exploitative conduct in the wake of finishing the 
moral preparing, it is smarter to force endorses on them which that can enable laborers to 
fathom impacts of terrible conduct. Subsequently, the senior faculty needs to have 
prerequisites set down disciplinary moves that can be made against workers discovered 
blameworthy of damaging the guidelines. In the event that the administration advances 
'deals no matter what, representatives may fall back on any way to accomplish their 
objectives. Be that as it may, if the administration is not kidding about the methods as 
much as the closures, they ought to guarantee it is passed on plainly to their 
representatives. 
 
2.3 Summary and Research Gap 
Most agents consider moral codes as being remote from this present reality. This might 
be on the grounds that work frequently leaves little time for reflection. As per Carroll 
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(2011) who examined connecting business morals to conduct in associations, the 
prerequisite to keep up a blameless standard of respectability in all business connections 
is fine until one inquiries the significance of uprightness and to whom the obligation of 
trustworthiness is expected. The most noticeably refered to feedback to overseeing 
morally is when there is a contention between workers' own particular or their calling's 
moral code and the morals of their association or their prompt predominant, 
representatives may need to pick between staying quiet or standing up and confronting 
the results of being viewed as backstabbing.  
 
Be that as it may, the analyst is of the conclusion that to be successful both hierarchical 
and expert codes should be made more pertinent to those they apply to and be upheld by 
managerial techniques intended to help with making a moral culture. This thus implies, to 
be successful, business morals require fitting preparing and training. 
 
2.4 Conceptual Framework 
This Conceptual Framework was based on the idea that the dependent variable depends 
on the independent variables.  
Figure 2.1 Conceptual Framework 
 
Independent Variables                 Dependent Variable 
 
 
 
 
 
 
 
 
 
Source: Author (2017) 
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2.5 Operationalization of Variables  
Parameters           Independent Variables         Dependent Variable 
   
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2.2 Operational Framework 
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CHAPTER THREE 
RESEARCH METHODOLOGY 
3.0 Introduction 
This section presents the tactics of research methodology. It comprises of a blue print for 
the collection, measurement and analysis of data. It therefore discusses the research 
design, population and sampling design, data collection methods and data analysis 
methods. 
 
3.1 Research Design 
Kumar (2008) outlines research design as methods used in conducting research. The 
appropriateness of a research technique depends on numerous issues including but not 
limited to the research problem and the complexity of knowledge necessary for the 
phenomena in question. The research design that was used for this study was descriptive 
research design. Descriptive research is intended to obtain data that defines the features 
of the topic of concern in the research (Bray & Maxwell, 2010). The descriptive 
technique aids in creating priorities definite to areas under research such as assessment of 
the effects of business ethics on employees’ performance in agricultural firms in Kenya. 
This design was selected to enable the researcher to employ the descriptive tactic in 
conducting the research. 
 
3.2 Target Population 
Given (2008) refers to target population as the part of the population a researcher is 
interested in researching, it represents the aggregation of respondents that meets the 
designated set of criteria within a study. According to Mugenda and Mugenda (2003) a 
research population is also known as a well-defined collection of individuals or objects 
known to have similar characteristics therefore, all individuals or objects within a certain 
population usually have a common, binding characteristic or trait. Usually, the 
description of the population and the common binding characteristic of its members are 
the same. The population for this study comprised of all employees working at 
Greenlands Agro Producers Limited. The total number of the population was 48. The 
details about the target population was presented on the table 3.1. 
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Table 3.1 Target Population 
Target Population Frequency Percentage 
Top Level Management 5 10 
Middle Level Management 14 29 
Operational Staff 29 61 
Total 48 100 
Source: Greenlands Agro Producers Limited (2017) 
 
3.3 Sample and Sampling Technique 
Sampling involves a process of selecting a sub-section of a population that represents the 
entire population in order to obtain information regarding the phenomenon of interest. 
The main purpose of sampling was to study only some elements of the population. This 
was possible to draw realistic conclusions about the entire population (Given, 2008).  
 
Hai, Holborn and Langley (2009) defines a sample frame as a comprehensive list of the 
population that a sample for a research study is drawn. A sampling frame contains a 
geometric identifier for particular individuals within a population, in addition to other 
classifying information about the population characteristics that facilitate analysis by 
allowing for the division of the population into further frames for an in-depth analysis. 
The study adopted census where all employees working at Greenlands Agro Producers 
Limited was considered.  
3.4 Instruments  
The study utilized both primary and secondary data. Secondary data was used to set the 
basis of the study from previous researches carried out on the study topic. Primary data 
was collected by the use of a self-administered questionnaire. According to Wilkinson 
and Birmingham (2003), questionnaires are the best tools for quantitative research since 
they are easy to administer and they are fairly low-priced, questionnaires can also be used 
to cover the population effectively and can be administered with the slightest of training 
as well as being easy to analyze once they have been filled. For these reasons, the 
researcher selected questionnaires as the appropriate tool for data collection. 
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3.5 Pilot Study 
The following discussion constituted the validity and reliability of research instruments 
3.5.1 Validity Test 
Trochim (2006) characterizes validity as the degree of much a test measures what it 
should quantify. It is uncommon, if almost how incomprehensible, that an instrument be 
100% substantial, so legitimacy is by and large measured in degrees. As a procedure, 
approval includes gathering and examining information to evaluate the exactness of an 
instrument. To affirm legitimacy, the surveys were affirmed by the examination chief and 
research master. This was finished by figuring the poll and displayed to the boss for a 
survey and direction. The exploration master was additionally engaged with coordinating 
on improvement of inquiries for simple comprehension by the respondents. 
3.5.2 Reliability Test 
The unwavering quality of an exploration instrument concerns the degree to which the 
instrument yields similar outcomes on rehashed trials. In this manner, dependability must 
be resolved on the grounds that there is for the most part a decent arrangement of 
consistency in the aftereffects of a quality instrument assembled at various circumstances 
(Lyon, 2007). Glass and Hopkins (2012) states that an example of populace that is more 
than 10% was thought to be well illustrative of the whole target populace. In this way, to 
affirm unwavering quality 5 polls being 10% of the aggregate populace was produced 
then pilot tried among the staff at the association. Their reactions was utilized to survey 
whether whatever is left of poll were solid. Notwithstanding, toward the finish of the 
activity, amendments were embraced on the principle polls before they were altogether 
appropriated to the whole staff at the association. 
3.6 Data Collection Procedure 
Questionnaire was developed into structured and unstructured questions. Thereafter, all 
the questionnaires were distributed to the staff at Greenlands Agro Producers Limited 
offices. This was achieved by a basic approach of hand delivery. A period of four days 
was allowed for the purpose of the staff to respond to the questionnaires before they were 
collected back for the analysis. 
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3.7 Data Analysis and Presentations 
The data was analyzed quantitatively and qualitatively.  Quantitative analysis was based 
on the responses from the closed-ended items of the questionnaire. This was guided by 
adopting descriptive statistics such as frequency mean, and percentages aided by excel 
package system of analysis. Qualitative data on the other hand was based on open ended 
items in the questionnaire and was analyzed by adopting content analysis approach in 
which it involved describing in words the views that was shared by the respondents.   
According to Mugenda and Mugenda (2003), quantitative analysis includes the process of 
managing and translating data into meaningful expressions like charts and frequency 
tables. They state that this is important since it enables researchers to make sense of the 
collected data. For easy analysis, the collected data was coded guided by the study 
variables to guarantee a minimum margin of error and ascertain that the data analysis was 
accurate.  
 
The data was coded and analyzed using MS excel and frequency distribution for analysis. 
This was done so as to ensure a thorough analysis was done. Data was analyzed using 
descriptive statistics. The researcher used percentages to analyze closed-end questions in 
the questionnaires. Tables and pie charts were used to present analyzed data. 
 
3.8 Ethical Consideration 
3.8.1 Informed Consent 
This involved acquiring fundamental consent from both the overseers of the college and 
the administration of the association. Their consent was valuable in guaranteeing that this 
exploration contemplate was effectively finished with the goal that the discoveries that 
were gathered in different stages did not break the guidelines and controls set down when 
undertaking this examination work. 
 
3.8.2 Voluntary Participation 
Deliberate cooperation implies that individuals take an interest in the examination free 
from intimidation. Members were allowed to pull back their cooperation whenever 
without contrarily affecting on their inclusion in future administrations or the ebb and 
flow program and associations with any of the scientists or research bodies included. It 
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was consequently, the privilege of members to leave a program of this nature whenever, 
along these lines no weight was put on the individuals who picked not to keep on 
participating in this examination. 
 
3.8.3 Confidentiality 
Classification implies that any recognized data isn't made accessible to, or gotten to by 
any other individual separated from the scientist. It was critical to consider how reports 
were worded to guarantee that there was no open door for individuals to be recognized 
despite the fact that names were not utilized. 
3.9 Chapter Summary 
This chapter constitutes the research instruments which the researcher adopted in the 
study. Therefore, the chapter provides descriptive research design which helped the 
researcher to plan and carry out descriptive studies. The location of the study was based 
at the administrative office of Greenlands Agro Producers Limited. The target population 
was 48 staff. The study adopted stratified random sampling methods. The questionnaires 
were used as a data collection tool. In data analysis the data was analyzed using 
qualitative and quantitative methods. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
4.0 Introduction 
This chapter presents results and discussions of the study from the data collected from the 
questionnaires through frequency tables, percentages and graphs with clear interpretation 
of each finding on effects of business ethics on employees performance.  
4.1 Presentation of Findings  
The researcher prepared and issued out 48 questionnaires to the respondents and the 
response was as follows. 
 4.1.1 Response Rate 
Table 4.1   Response Rate 
Category Frequency Percentage 
Response 35 73 
Non Response 13 27 
Total 48 100 
 
Figure 4.1 Response Rate  
73%
27%
Returned
Not Returned
 
The questionnaires given to the respondents were collected back after being filled. Table 
4.1 and figure 4.1 showed 35 questionnaires were returned while 13 questionnaires were 
not returned. This was equivalent to 73% and 27% in the order of returned and not 
returned questionnaires respectively. Therefore, a response of 73% was adequate for this 
type of study. 
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4.1.2 Gender of the Respondents 
The study sought to establish the gender of the respondents and the response was as 
follows. 
Table 4.2 Gender of the Respondents 
Category Frequency Percentage 
Male 20 57 
Female 15 43 
Total 35 100 
 
Figure 4.2 Gender of the Respondents 
43%
57%
Male Female
 
Table 4.2 and figure 4.2 shows that 57% of the respondents were male while 43% of the 
total respondents were female respondents. The findings of the study showed that 
response on gender was fairly balance, giving each respondent fair chance of 
participation in this research exercise. 
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4.1.3 Highest Education Level of the Respondents 
The study had sought to establish the highest education level of the respondents and the 
response was as follows 
Table 4.3 Highest Education Level of the Respondents 
Category Frequency Percent 
 
Cumulative Percent 
 Secondary 5 14.3  14.3 
 
College 
 
                  13 37.1 
 
51.4 
 
University 
17 48.6 100.0 
 
Total  
 
35 100.0 
 
 
 
Figure 4.3 Highest Education Level of the Respondents 
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Source: Author (2017) 
Table 4.3 and figure 4.3 showed that 14.3% of respondents had attained secondary level 
of education, 37.1% of the respondents had college level of education in various fields 
while 48.6% had university degree. The findings from the study revealed that the 
respondents in these organization were learned going with the number of majority of staff 
with degree and diploma level of education. This was presumed that they had adequate 
knowledge business ethics..   
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4.1.4 Working Experience of the Respondents 
Table 4.4 Working Experience of the Respondents 
Category Frequency Percent Cumulative Percent 
 Below 2 years 7 20.0 20.0 
 2-6 years 10 28.6 48.6 
 7-10 years 14 40.0 57.1 
 Above 11 years 4 11.4 88.6 
 Total 35 100.0 100.0 
 
Figure 4.4 Working Experience of the Respondents 
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Source: Author (2017) 
Table 4.4 and figure 4.4 showed 20% of the total respondents had worked for a period 
below 2 years, 28.6% had worked for a period between 2-6 years while 40% had worked 
for a period between 7-10 years. The finding of the study also showed that 11.47% of the 
respondents had worked for over 11 years. The findings of the study showed that most of 
the respondents had worked in the organization for 7-10 years. Therefore, it was 
interpreted that they were familiar with aspects of business ethics in their organization. 
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4.1.5 Legal Responsibilities and Employee Performance in Agricultural Firms 
Determining effects of legal responsibility on the employee performance 
Table 4.5 The company has to familiarize with external issues governing the 
industry it operates within 
Category Frequency Percent 
Cumulative 
Percent 
 Strongly agree 15 42.9 42.9 
 Agree 7 20.0 62.9 
 neutral 5 14.3 77.1 
 Disagree 6 17.1 94.3 
 Strongly Disagree 2 5.7 100.0 
 Total 
35 100.0 
 
 
 
Figure 4.5 The company has to familiarize with external issues governing the 
industry it operates within 
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The investigation produced from the examination discoveries on table 4.5 and figure 4.5 
uncovered that 42.9% unequivocally concurred that the organization needs to acclimate 
with outer issues representing the business it works inside. The investigation additionally 
settled that 20.0% of respondents concurred, 14.3% were unbiased of the issue, 17.1% 
differ and minority of respondents being 5.7% firmly oppose this idea. Lion's share of 
respondents were in help that the organization needs to acquaint with outer issues 
representing the business it works inside. In this manner, a disclosure that without 
acquaintance, it could prompt a circumstance where the association could dive into 
lawful ramifications when performing different business rehearses that are not permitted 
by law. 
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Figure 4.6 Managers are held to high standards of ethical behavioral in this 
organization 
Category Frequency Percent Cumulative Percent 
 Strongly agree 14 40.0 40.0 
 Agree 14 40.0 80.0 
 Disagree 1 2.9 82.9 
 Neutral 1 2.9 85.7 
 Disagree 
Strongly  
5 14.3 100.0 
 disagree    
Total 35 100.0  
 
Figure 4.6 Managers are held to high standards of ethical behavioral in this 
organization 
 
2.9%
14.3%
2.9%
40% 40%
0
10
20
30
40
50
Strongly agree Agree Neutral disagree Strongly disagree
Source: Author (2017) 
Table 4.6 and figure 4.6 was about determining a confirmation as to whether managers 
are held to high standards of ethical behavioral in this organization.  From the analysis in 
this study it was established that managers are held to high standards of ethical behavioral 
in this organization. However 40% agreed, 2.9% were neutral over the subject, 2.9% 
disagreed and 14.3% strongly disagreed.  The analysis however revealed from majority of 
respondents who strongly agreed that managers are held to high standards of ethical 
behavioral in this organization. This implied that this organization had a responsibility to 
entrust the managers with highest standards of ethics in order to help in reduction of 
cases of legal confrontations when compromise their professional conduct.  
 
Category 
 
P
e
r
c
e
n
t
a
g
e
 
33 
 
Table 4.7 Managers that adheres to ethical and legal obligation of the position meets 
the expectation of stakeholders 
Category Frequency Percent Cumulative Percent 
 Strongly agree 6 17.1 17.1 
 Agree 17 48.6 65.7 
 Neutral 3 8.6 74.3 
 Disagree 4 11.4 85.7 
 Strongly Disagree 5 14.3 100.0 
 Total 35 100.0  
 
Figure 4.7 Managers that adheres to ethical and legal obligation of the position 
meets the expectation of stakeholders 
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The presentation of findings on table 4.7 and figure 4.7 was in line with addressing 
whether managers that adheres to ethical and legal obligation of the position meets the 
expectation of stakeholders. Based on the statement provided, the responses revealed that 
a total of 17.1% of respondents strongly agreed to the statement, 48.6% agreed, 11.4% 
disagreed while 14.3% strongly. Therefore, going by the majority who agreed that 
managers who adheres to ethical and legal obligation of the position meets the 
expectation of stakeholders. The study implied that the stakeholders of this organization 
were able to realize substantial input from managers whose business ethics was to the 
level of expectation of the stakeholders and ultimately reflected positively to better 
employee performance. 
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Table 4.8 Irresponsible behavior such as conspiracy, securities fraud are punished 
through civil and criminal judgments 
Category Frequency Percent Cumulative Percent 
 Strongly agree 18 51.4 51.4 
 Agree 5 14.3 65.7 
 Neutral 3 8.6 74.3 
 Disagree 4 11.4 85.7 
 Strongly Disagree 
5 14.3 100.0 
 Total 35 100.0  
 
Figure 4.8 Irresponsible behavior such as conspiracy, securities fraud are punished 
through civil and criminal judgments 
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The findings summarized on the table 4.8 and figure 4.8 were  about determining whether 
irresponsible behavior such as conspiracy, securities fraud are punished through civil and 
criminal judgment. The study found that 51.4% strongly agreed to the statement while 
14.3% agreed, 8.6% were neutral over the subject, 11.4% disagreed and 14.3% strongly 
disagreed.  The analysis however revealed from majority of respondents who strongly 
agreed that irresponsible behavior such as conspiracy, securities fraud are punished 
through civil and criminal judgments. This revealed that those that were found culpable 
of unethical practices were subjected to criminal judgment, as a result of such 
punishments, it was expected that managers would behave professionally in their roles 
they have to play resulting to better level of employee performance. 
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Table 4.9 This organization has employees with good moral ground 
Category Frequency Percent 
Cumulative 
Percent 
 Strongly agree 13 37.1 37.1 
 Agree 10 28.6 65.7 
 Neutral 5 14.3 80.0 
 Disagree 1 2.9 82.9 
 Strongly Disagree 6 17.1 100.0 
 Total 35 100.0  
 
Figure 4.9 This organization has employees with good moral ground 
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Table 4.9 and figure 4.9 comprised of findings on a study seeking to establish whether 
this organization has employees with good moral ground. In response to this statement 
the analysis revealed that 37.1% strongly agreed to the idea, 28.6% agreed, 14.3% were 
neutral on this issue, 2.9% disagreed and 17.1% strongly disagreed. As a result, it 
revealed that majority strongly agreed that this organization has employees with good 
moral ground. This implied that this organization lately enjoys employees who have high 
moral ground, presumably going by few or no cases of legal cases. Hence, giving rise to 
high level of employee performance. 
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4.1.6 Corporate Accountability and Employee Performance in Agricultural Firms 
Determining effects of corporate accountability on employee performance  
Table 4.10 This organization has a well explained code of conducts determining 
employee performance 
Category Frequency Percent Cumulative Percent 
 Strongly agree 12 34.3 34.3 
 Agree 14 40.0 74.3 
 Neutral 1 2.9 77.1 
 Disagree 5 14.3 91.4 
 Strongly disagree 3 8.6 100.0 
 Total 35 100.0  
 
Figure 4.10 This organization has a well explained code of conducts determining 
employee performance 
14.3%
8.6%2.9%
34.3%
40%
0
5
10
15
20
25
30
35
40
45
Strongly agree Agree Neutral Disagree Strongly disagree
Source: Author (2017) 
The findings summarized on the table 4.10 and figure 4.10 provided various study 
findings determining this organization has a well explained code of conducts determining 
employee performance.  From the analysis in this study it was established that 34.3% 
strongly agreed to the statement while 40% agreed, 2.9% were neutral over the subject, 
14.3% disagreed and 8.6% strongly disagreed.  The analysis revealed from majority of 
respondents who strongly agreed that this organization has a well explained code of 
conducts determining employee performance. From those findings, the code of conduct 
enforced by the management of this organization was considered the main contributor to 
positive change of business ethics among employees. 
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Table 4.11 There is provision of better working hours and wages to the employees 
Category Frequency Percent Cumulative Percent 
 Strongly agree 7 20.0 20.0 
 Agree 10 28.6 48.6 
 Neutral 3 8.6 57.1 
 Disagree 4 11.4 68.6 
 Strongly Disagree 11 31.4 100.0 
 Total 35 100.0  
 
Figure 4.11 There is provision of better working hours and wages to the employees 
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The presentation shown on table 4.11 and figure 4.11 was about a study determining 
whether there is provision of better working hours and wages to the employees. The 
finding showed that 20.0% of respondents strongly agreed, 28.6% agreed, 8.6% were 
neutral about the statement provided however 11.4% disagreed and 31.4% strongly 
disagreed that. Majority of respondents disagreed that there is provision of better working 
hours and wages to the employees. Since majority were not in support, the  study implied 
that lack of adequate provision of hours and wages, employees stood a chance to get 
engaged in unethical business behaviors that could negatively affect their performance.  
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Table 4.12 This organization donates to charities and participate in local services by 
supporting community 
Category Frequency Percent Cumulative Percent 
 Strongly agree 13 37.1 37.1 
 Agree 10 28.6 65.7 
 Neutral 3 8.6 74.3 
 Disagree 4 11.4 85.7 
 Strongly Disagree 5 14.3 100.0 
 Total 35 100.0  
 
Figure 4.12 This organization donates to charities and participate in local services 
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The finding presented on table 4.12 and figures 4.12 showed that 37.1% strongly agreed 
that this organization donates to charities and participate in local services by supporting 
community while 28.6% of respondents agreed. The analysis showed that 8.6% were 
neutral, 11.4% disagreed and 11.3% strongly disagreed. It was based on these study 
findings that majority of respondents strongly agreed that this organization donates to 
charities and participate in local services by supporting community. The results of the 
findings revealed that this organization was able to fulfill corporate responsibility by 
engaging in uplifting community projects.  
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Table 4.13 This organization practices transparency and open leadership among 
employees 
Category Frequency Percent Cumulative Percent 
 Strongly agree 10 28.6 17.1 
 Agree 6 17.1 34.3 
 Neutral 4 11.4 45.7 
 Disagree 9 25.7 71.4 
 Strongly Disagree 
6 17.1 100.0 
 Total 35 100.0  
 
Figure 4.13 This organization practices transparency and open leadership among 
employees 
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The study findings presented on table 4.13 and figure 4.13 showed that 28.6% of 
respondents involved in the study strongly agreed that this organization practices 
transparency and open leadership among employees, while 17.1% of respondents agreed, 
11.4% were neutral over the statement, 25.7% disagreed and finally 17.1% strongly 
disagreed. Majority of respondents strongly agreed that this organization practices 
transparency and open leadership among employees. Therefore, this implied that the 
management had made efforts to encourage good leadership among those entrusted with 
leadership responsibility. This was likely to give rise to improved business ethics among 
employees as directed by the leaders giving rise to better employee performance. 
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4.1.7 Technical Morality and Employee Performance in Agricultural Firms 
Table 4.14 This organization is able to control how employees uses their personal 
computers for organizational gains 
Category Frequency Percent Cumulative Percent 
 Strongly agree 16 45.7 45.7 
 Agree 9 25.7 71.4 
 Neutral 8 22.9 94.3 
 Disagree 1 2.9 97.1 
 Strongly Disagree 1 2.9 100.0 
 Total 35 100.0  
 
Figure 4.14 This organization is able to control how employees uses their personal 
computers for organizational gains 
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Table 4.14 and figure 4.14 revealed study findings that were aimed at determining 
whether this organization is able to control how employees uses their personal computers 
for organizational gains. In the analysis it was found that 45.7% of respondents strongly 
agreed to the statement, while 25.7% of respondents agreed, 22.9% were neutral over the 
statement, 2.9% disagreed and finally 2.9% strongly disagreed. Majority of respondents 
strongly agreed that this organization is able to control how employees use their personal 
computers for organizational gains. From those findings, it implied that  by being in 
position to control such usage, the organization was in position to save workmanship 
hours that would otherwise have been lost when employees idles on computers, thus 
resulting to better employee performance. 
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Table 4.15 The state of work place monitoring is beneficial to obtain efficiency from 
employees 
Category Frequency Percent Cumulative Percent 
 Strongly agree 2 5.7 5.7 
 Agree 13 37.1 42.9 
 Neutral 5 14.3 57.1 
 Disagree 13 37.1 94.3 
 Strongly Disagree 
2 5.7 100.0 
 Total 35 100.0  
 
Figure 4.15 The state of work place monitoring is beneficial to obtain efficiency 
from employees 
37.1%
5.7%
14.3%
5.7%
37.1%
0
5
10
15
20
25
30
35
40
Strongly agree Agree Neutral Disagree Strongly disagree
Source: Author (2017) 
The analysis of findings in this study was summarized on table 4.15 and figure 4.15 and 
was aimed at establishing the state of work place monitoring is beneficial to obtain 
efficiency from employees. The study found that 5.7% of respondents strongly agreed to 
the idea whereas 37.1% agreed, 14.3% were neutral while 37.1% disagreed and 5.7% of 
the respondents strongly disagreed. In the analysis it was confirmed that majority 
disagreed that the state of work place monitoring is beneficial to obtain efficiency from 
employees. From these assertions, the study implied that very high level of work place 
monitoring could amount to personal infringement which could make employees 
uncomfortable hence, compromise their performance.   
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Table 4.16 There are minimal cases of misconduct among employees while using 
company internet data 
Category Frequency Percent Cumulative Percent 
 Strongly agree 4 11.4 11.4 
 Agree 11 31.4 42.9 
 Neutral 8 22.9 65.7 
 Disagree 3 8.6 74.3 
 Strongly Disagree 
9 25.7 100.0 
 Total 35 100.0  
 
Figure 4.16 There are minimal cases of misconduct among employees while using 
company internet data 
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Table 4.16 and figure 4.16 provided study findings on whether there are minimal cases of 
misconduct among employees while using company internet data. From the analysis, it 
was found that 11.4% of respondents strongly agreed, 31.4% agreed, 22.9% were neutral, 
8.6% disagreed and 25.7% strongly disagreed. The analysis therefore revealed from 
majority of respondents who strongly agreed that there are minimal cases of misconduct 
among employees while using company internet data. This implied that the ethical rules 
or regulations enforced by the management could presumably be playing a positive role 
in shaping up good behavior among employees while using company internet. 
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Table 4.17 Giving employees open computer access cause productivity to suffer 
Category Frequency Percent Cumulative Percent 
 Strongly agree 14 40.0 40 
 Agree 9 25.7 65.6 
 Neutral 1 2.9 68.5 
 Disagree 8 22.8 91.4 
 Strongly Disagree 
3 8.6 100.0 
 Total 35 100.0  
 
Figure 4.17 Giving employees open computer access cause productivity to suffer 
22.8%
8.6%
2.9%
40%
25.7%
0
10
20
30
40
50
Strongly agree Agree Neutral Disagree Strongly disagree
Source: Author (2017) 
The finding presented on table 4.17 and figure 4.17 was about determining whether 
giving employees open computer access cause productivity to suffer. In the analysis 
40.0% strongly agreed, 25.7% agreed, 2.9% were neutral, 22.9% disagreed and 8.6% 
strongly disagreed. Going by majority of respondents who strongly agreed, it was 
confirmed that Giving employees open computer access cause productivity to suffer. This 
implied that employees that were not subjected to any ethical rule were likely to forget 
their mandate at workplace, hence, directing their energy and working hours to personal 
gratification through computer and internet usage which ultimately affects their 
performance.  
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4.1.8 Personal Responsibility and Employee Performance in Agricultural Firms 
Table 4.18 Employees are held responsible for failing to follow guideline in ethics 
policies in this organization 
Category Frequency Percent 
Cumulative  
Percent 
 Strongly agree 12 34.3 34.3 
 Agree 9 25.7 60.0 
 Neutral 1 2.9 62.9 
 Disagree 10 28.6 91.4 
 Strongly Disagree 3 8.6 100.0 
 Total 35 100.0  
 
Figure 4.18 Employees are held responsible for failing to follow guideline in ethics 
policies in this organization 
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The finding shows that 34.3% of respondents strongly agreed that employees are held 
responsible for failing to follow guideline in ethics policies in this organization, 25.7% 
agreed, 2.9% were neutral over the issue, 28.6% disagreed, 8.6% strongly disagreed. 
Majority of respondents strongly agreed that employees are held responsible for failing to 
follow guideline in ethics policies in this organization. This finding suggested that 
workers that neglected to take after tenets were by and by obligated for wrong doing 
along these lines mixing dread. Hence, it was normal that by being dreadful, 
representatives were required to take after principles carry on morally to the desire of 
their association.  
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Table 4.19 Conflict of interest have been experienced among employees despite 
one’s willingness to avoid them 
Category Frequency Percent Cumulative Percent 
 Strongly agree 9 25.7 25.7 
 Agree 10 28.6 54.3 
 Neutral 5 14.3 68.6 
 Disagree 6 17.1 85.7 
 Strongly Disagree 
5 14.3 100.0 
 Total 35 100.0  
 
Figure 4.19 Conflict of interest have been experienced among employees despite 
one’s willingness to avoid them 
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The finding of the study shows that a total of 25.7%  of respondents strongly agreed that 
conflict of interest have been experienced among employees despite one’s willingness to 
avoid them, 28.6% agreed, 14.3% were neutral over issue, 17.1% disagreed, 14.3% 
strongly disagreed. From the analysis, the study from majority of respondents who agreed 
confirmed that conflict of interest have been experienced among employees despite one’s 
willingness to avoid them.  This implied that there were some traces of employees that 
were still ethically compromised. This meant that more effort was required to be enforced 
in order to have employees that were full of business ethics in order to meet expected 
performance. 
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Table 4.20 This organization is committed to create working environment that 
recognizes diversity in employees 
Category Frequency Percent Cumulative Percent 
 Strongly agree 16 45.7 45.7 
 Agree 7 20.0 65.7 
Neutral 2 5.7 71.4 
Disagree 6 17.1 88.6 
Strongly Disagree 4 11.4 100.0 
Total 35 100.0  
 
Figure 4.20 This organization is committed to create working environment that 
recognizes diversity in employees 
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The analysis of findings from the study revealed that 45.7% of respondents strongly 
agreed that venture capitalists generally target enterprises that offer potential for growth, 
20.0% of respondents agreed, while 5.7% were neutral about the issue, 17.1% disagreed 
and 11.4% strongly disagreed. In the analysis majority of respondents strongly agreed 
that this organization is committed to create working environment that recognizes 
diversity in employees. Since majority of employees were in support, the study implied 
that by having the management that supported diversity, employees were in position to 
work together and emulate positive behavior    
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Table 4.21 Employees becoming aware of potential conflict of interest is encouraged 
to bring to attention of legal team 
Category Frequency Percent Cumulative Percent 
 Strongly agree 10 28.6 28.6 
 Agree 12 34.3 62.9 
 Neutral 1 2.9 65.7 
 Disagree 7 20.0 85.7 
 Strongly Disagree 
5 14.3 100.0 
 Total 35 100.0  
 
Figure 4.21 Employees becoming aware of potential conflict of interest is 
encouraged to bring to attention of legal team 
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Table 4.21 and figure 4.21 provided study findings on whether employees becoming 
aware of potential conflict of interest are encouraged to bring to attention of legal team. 
From the analysis, it was established that 28.6% of respondents strongly agreed, 34.3% 
agreed, 2.9% were neutral, 20.0% disagreed and 14.3% strongly disagreed. The 
examination discoveries uncovered that greater part of respondents concurred workers 
getting to be plainly mindful of potential irreconcilable circumstance is urged to convey 
to consideration of lawful group. The investigation uncovered the administration had set 
up measures that enabled representatives to share any unscrupulous rates that would have 
prompted traded off behaviors 
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4.2 Limitation of the Study 
4.2.1 Non Cooperation from Respondents 
The researcher encountered some aspects of unwillingness from the respondents to 
disclose some information considered important for the study that was either because of 
being too busy or for fear of victimization regarding the subject of business ethics. 
However the researcher overcame this challenge by ensuring that the respondents were 
assured that this research was for academic purpose only. This was achieved by making 
use of an introduction letter detailing the purpose of study.  
 
4.2.2 Bureaucracy 
The challenge on bureaucracy was initially experienced.  That is, following the 
bureaucratic nature of offices and availability of the respondents, there were challenges in 
gaining access to the respective individuals and their offices capable of providing the 
material facts. However the researcher overcame by complying with much 
documentation needed and the flexibility that were needed as well in order to reach the 
respondents. 
 
4.3 Chapter Summary  
The study addressed data presentations and interpretations of findings. These sections 
were divided intro subsections comprising of introduction to the study that gave overview 
of expectations of the chapter. The study further addressed the response rate showing the 
number of questionnaire returned and not returned. The chapter further addressed the 
background information about respondents. These included that gender, education level 
and work experience of employees. The study narrowed to specific variables that guided 
the study and this included that legal responsibilities, corporate accountability, technical 
morality and personal responsibilities on employees’ performance in agricultural firms in 
Kenya. 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSION 
5.0   Introduction 
This chapter provides the summary of findings, the conclusion and the recommendations 
based on the studies. The study focused on an assessment of the effects of business ethics 
on employees’ performance in agricultural firms in Kenya on case of Greenlands Agro 
Producers Limited. 
 
5.1 Summary of Findings 
The following constituted summary of findings 
5.1.1 The effect of legal responsibilities on employees’ performance in agricultural 
firms in Kenya. 
The summarized findings were drawn from the study that sought to establish the effect 
that legal responsibility as part of business ethics had on employee performance. From 
the findings, it was established that majority of respondents were in support that the 
company had to familiarize with external issues governing the industry it operates within. 
Therefore, a revelation that without familiarization, it could have led to a situation where 
the organization could plunge into legal implications when performing various business 
practices that were not within the law. The study also confirmed that managers were held 
to a high standard of ethical behavioral in this organization. This meant that the 
organization had a responsibility to entrust the managers with highest standards of ethics 
in order to help in reduction of cases of legal confrontations when compromise their 
professional conduct. The study also established that managers who adheres to ethical 
and legal obligation of the position meets the expectation of stakeholders. The study 
implied that the stakeholders of this organization were able to realize substantial input 
from managers whose business ethics was to the level of expectation of the stakeholders 
and ultimately reflected positively to better employee performance. Respondents showed 
that irresponsible behavior such as conspiracy, securities fraud are punished through civil 
and criminal judgments. This revealed that those that were found culpable of unethical 
practices were subjected to criminal judgment, as a result of such punishments, it was 
expected that managers would behave professionally in their roles they have to play 
resulting to better level of employee performance. 
50 
 
5.1.2 The effect of corporate accountability on employees’ performance in 
agricultural firms in Kenya. 
The study was about evaluating the effect of corporate accountability on employees’ 
performance in agricultural firms. From the findings, it was noted that this organization 
had a well explained code of conducts determining employee performance. From those 
findings, the code of conduct enforced by the management of this organization was 
considered the main contributor to positive change of business ethics among employees. 
Majority of respondents disagreed that there is provision of better working hours and 
wages to the employees. Since majority were not in support, the  study implied that lack 
of adequate provision of hours and wages, employees stood a chance to get engaged in 
unethical business behaviors that could negatively affect their performance. It was based 
on these study findings that majority of respondents strongly agreed that this organization 
donates to charities and participate in local services by supporting community. The 
results of the findings revealed that this organization was able to fulfill corporate 
responsibility by engaging in uplifting community projects. The findings further revealed 
that this organization practices transparency and open leadership among employees. 
Therefore, this implied that the management had made efforts to encourage good 
leadership among those entrusted with leadership responsibility. This was likely to give 
rise to improved business ethics among employees as directed by the leaders giving rise 
to better employee performance. 
 
5.1.3 The effect of technical morality on employees’ performance in agricultural 
firms in Kenya. 
The summary of findings was revealing about the influence of technical morality and 
their influence on employee performance. Majority of respondents strongly agreed that 
this organization is able to control how employees use their personal computers for 
organizational gains. From those findings, it implied that  by being in position to control 
such usage, the organization was in position to save workmanship hours that would 
otherwise have been lost when employees idles on computers, thus resulting to better 
employee performance. In the analysis it was confirmed that majority disagreed that the 
state of work place monitoring is beneficial to obtain efficiency from employees. From 
these assertions, the study implied that very high level of work place monitoring could 
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amount to personal infringement which could make employees uncomfortable hence, 
compromise their performance.  The study further established that there were minimal 
cases of misconduct among employees while using company internet data. This implied 
that the ethical rules or regulations enforced by the management could presumably be 
playing a positive role in shaping up good behavior among employees while using 
company internet. The analysis showed that giving employees open computer access 
cause productivity to suffer. This implied that employees that were not subjected to any 
ethical rule were likely to forget their mandate at workplace, hence, directing their energy 
and working hours to personal gratification through computer and internet usage which 
ultimately affects their performance. 
 
5.1.4 The effect of personal responsibilities on employees’ performance in 
agricultural firms in Kenya. 
The summary of findings was drawn from the analysis that involved evaluating the effect 
that personal responsibility had on employee performance. From these findings, it was 
noted that employees were being held responsible for failing to follow guideline in 
ethical policies in this organization. This meant that employees that failed to follow rules 
were personally liable for wrong doing thus infusing fear. Therefore, it was expected that 
by being fearful, employees were expected to follow rules behave ethically to the 
expectation of their organization. It was also established that conflict of interest have 
been experienced among employees despite one’s willingness to avoid them.  Thus,  
more effort was required to be enforced in order to have employees that were full of 
business ethics in order to meet expected performance. Respondents confirmed that this 
organization was committed to create working environment that recognizes diversity in 
employees. Since majority of employees were in support, the study implied that by 
having the management that supported diversity, employees were in position to work 
together and emulate positive behavior and finally, the employees becoming aware of 
potential conflict of interest is encouraged to bring to attention of legal team. The 
analysis therefore revealed that the management had put in place measures that allowed 
employees to share any unethical incidences that would have led to compromised 
conducts. 
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5.2 Recommendations   
The following constituted study recommendations 
5.2.1 Legal Responsibilities  
The study recommends that the management of Greenlands Agro Producers Limited had 
a responsibility to ensure that all legal regulations were observed and fully adhered to. 
Being agricultural firm, it was expected that more efforts were required to ensure that 
regulations that entailed proper environmental practices are fully followed. The 
organization has to ensure that they place high standard of ethical behavioral among the 
managers with highest standards of ethics in order to help in reduction of cases of legal 
confrontations when they compromise their professional conduct.  
 
5.2.2 Corporate Accountability  
The study recommends that the management of Greenlands Agro Producers Limited 
should ensure that they encourage and practice proper corporate accountability. The 
organization should be accountable regarding practices that may appear to affect the 
communities in close contact by practicing acceptable business ethics. These ethical 
practices may include protecting the environment against pollutions, adopting good land 
use, secure agricultural practices and any other acts that would safeguard the 
environment.  
 
5.2.3 Technical Morality  
The management of Greenlands Agro Producers Limited should ensure that they 
encourage technical morality. The management should ensure that employees are given 
access passwords and personal identification means that it can help in tracing those 
employees that misuse computer systems against the permission that is granted by the 
management. Achievable rules that govern proper use of internet data and the computers 
should clearly be put in place so that those who show unethical behavior can be punished 
for the wrong deeds. 
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5.2.4 Personal Responsibilities  
The study recommends that management has a responsibility to communicate to 
employees and enforce some moral sense in order to encourage proper business ethics. 
Adequate effort should be channeled towards encouraging employees to follow rules and 
regulations that govern operations within the organization. Thus, by experiencing reduced 
cases of conflicts ultimately contributes to helping in achieving great employee 
performance.  
 
5.3 Conclusion  
The study concluded that in legal responsibilities, the company had to familiarize with 
external issues governing the industry it operates within so that it could not face legal 
implications when performing various business practices that were not within the law. It 
was further concluded that this organization had a responsibility to entrust the managers 
with highest standards of ethics in order to help in reduction of cases of legal 
confrontations when compromise their professional conduct and therefore, the 
stakeholders of this organization were able to realize substantial input from managers 
whose business ethics was to the level of expectation of the stakeholders. 
 
The study concluded that in corporate accountability,  it was noted that this organization 
had a well explained code of conducts determining employee performance whereby the 
code of conduct enforced by the management of this organization was considered the 
main contributor to positive change of business ethics among employees. The conclusion 
further revealed that lack of adequate provision of hours and wages, employees stood a 
chance to get engaged in unethical business behaviors that could negatively affect their 
performance.  
 
The study concluded that in technical morality, this organization was in position to save 
workmanship hours that would otherwise have been lost when employees idles on 
computers, the study found that the state of work place monitoring was not beneficial to 
obtain efficiency from employees because very high level of work place monitoring 
could amount to personal infringement which could make employees uncomfortable 
hence, compromise their performance.   
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It was concluded that in personal responsibility, the employees that failed to follow rules 
were personally liable for wrong doing thus infusing fear.  This follows findings that 
showed conflict of interest were experienced among employees despite one’s willingness 
to avoid them a revelation that efforts were enforced in order to have employees that 
were full of business ethics in order to meet expected performance. Finally, it was noted 
that having the management that supported diversity, employees were in position to work 
together and emulate positive behavior. 
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Appendices 
Appendix I: Letter of introduction 
 
Dear respondent, 
 
I am Christine Mbithe Kithome  a student at The Management University of East Africa 
pursuing a Bachelor’s Degree in Business Management . I am undertaking research titled: 
effects of business ethics on employees performance. A case of Greenlands Agro 
producers Limited, Nairobi I am requesting for your assistance to fill my questionnaire. 
 
Kindly be informed that your response was accorded with high level of confidentiality 
and it is purely for academic purposes. 
 
Thank you so much for your kindness. 
 
Yours faithfully,  
 
Christine Mbithe Kithome   
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Appendix II: Questionnaire 
Please fill the question by ticking or giving some explanation where appropriate.  The 
information given is for academic purpose only and would be treated as very confidential. 
The study is based on “effects of business ethics on employees performance, A case of 
Greenlands Agro producers Limited, Nairobi”.  The information given is for academic 
purpose only and would be treated as very confidential.  
 
Thank you in advance for accepting to take part in this study.   
  
Instructions  
Place a tick (√) in the bracket in front of the most appropriate responses and where 
explanation is required, use the space provided below the items. 
 
Section I: General Information 
1. Gender  
Male     [ ] 
Female     [ ] 
2. Indicate the highest level of education  
Secondary Level                [ ]   
College Level             [ ]   
 University Level            [ ] 
3. How long have you been working here? 
 Below 2 years     [     ] 
2-6 years      [      ] 
7-10 years     [     ] 
Above 11 years     [     ] 
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Section II: Legal Responsibilities and Employee Performance in Agricultural Firms 
Please indicate your level of agreement with the following statements by ticking where 
appropriate. 
Where SA- strongly agree, A-gree, U-Undecided, D-Disagree, SD-strongly Disagree 
Statement SA A U D SD 
The company has to familiarize with external issues governing 
the industry it operates within 
     
Managers are held to high standards of ethical behavioral in this 
organization 
     
Managers that adheres to ethical and legal obligation of the 
position meets the expectation of stakeholders 
     
Irresponsible behavior such as conspiracy, securities fraud are 
punished through civil and criminal judgments 
     
This organization has employees with good moral ground      
 
Section III: Corporate Accountability and Employee Performance in Agricultural 
Firms 
Please indicate your level of agreement with the following statements by ticking where 
appropriate. 
Where SA- strongly agree, A-gree, U-Undecided, D-Disagree, SD-strongly Disagree 
Statement SA A U D SD 
This organization has a well explained code of conducts 
determining employee performance 
     
There is provision of better working hours and wages to 
the employees 
     
This organization donates to charities and participate in 
local services by supporting community 
     
This organization practices transparency and open 
leadership among employees.  
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Section IV: Technical Morality and Employee Performance in Agricultural Firms 
Please indicate your level of agreement with the following statements by ticking where 
appropriate. 
Where SA- strongly agree, A-gree, U-Undecided, D-Disagree, SD-strongly Disagree 
Statement SA A U D SD 
This organization is able to control how employees uses 
their personal computers for organizational gains. 
     
The state of work place monitoring is beneficial to 
obtain efficiency from employees 
     
There are minimal cases of misconduct among 
employees while using company internet data 
     
Giving employees open computer access cause 
productivity to suffer 
     
 
Section IV: Personal Responsibility and Employee Performance in Agricultural 
Firms 
Please indicate your level of agreement with the following statements by ticking where 
appropriate. 
Where SA- strongly agree, A-gree, U-Undecided, D-Disagree, SD-strongly Disagree 
Statement SA A U D SD 
Employees are held responsible for failing to follow 
guideline in ethics policies in this organization 
     
Conflict of interest have been experienced among 
employees despite one’s willingness to avoid them 
     
This organization is committed to create working 
environment that recognizes diversity in employees 
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Employees becoming aware of potential conflict of 
interest is encouraged to bring to attention of legal team 
     
 
 
Thank you for your contributions 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
